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PART ONE 



INTRODUCTION TO THE NATIONAL WOMEN’S VOCATIONAL EDUCATION 

AND TRAINING STRATEGY 



The aim of Part One is to describe the nature of the Strategy 



1.1 THE STRATEGY 

The National Women’s Vocational Education and Training Strategy (known as ‘the Strategy’) aims to 
make equity for women a significant consideration at all levels of decision making in the Vocational 
Education and Training system. The Strategy aims to bring about: 

A measurable change in the profile of women accessing and completing programs of 
Vocational Education and Training. 

There should be a higher number of women from diverse backgrounds with VET qualifications at 
various levels, across a broader range of fields of study and industry areas- This should lead to a 
shift in the employment patterns of women, (the Strategy) 

The Strategy relates to government funded provision of vocational education and training. It is a national 
framework endorsed by Commonwealth, State and Territory Ministers that provides direction for 
governments, industry, unions and providers of vocational education and training. 

What is VET? 

Vocational education and training (VET) refers to education and! raining that leads to a vocational 
or work outcome. It can be delivered in a range of settings including the workplace, TAFE 
colleges and institutes, secondary schools, privately owned training institutions, community based 
organisations and other providers of government funded vocational education and training!! This 
includes the Adult Migrant English Program and the government funded portion of adult and 
community education. The Strategy includes employees in the VET sectorfsuch as teachers, 
trainers and administrators. (The Strategy) 

The Strategy sits under the umbrella of Towards a Skilled Australia - National Strategy for Vocational 
Education and Training , (Australian National Training Authority, 1994). It builds on the work already 
done in the field such as the National Plan of Action for Women in TAFE, the Women in Entry Level 
Training project and Different Futures. 1 



1 See Reading List for the extent of other related documents and projects 
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1.2 HOW TO USE THIS DOCUMENT 



The aim of this Implementation Guide is to provide systems and providers of vocational education and 
training and related organisations with guidance in using the Strategy. The Implementation Guide is in 
three parts: 

♦ Part One describes the nature of the Strategy and presents a visual summary; 

♦ Part Two discusses the impetus for the Strategy and the rationale for the outcomes and priorities of 
the Strategy; 

♦ Part Three presents possible actions for VET systems, providers and related organisations in the form 
of a discussion of the Strategy’s approaches and a model action plan. 
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OVERVIEW OF THE NATIONAL WOMEN’S VOCATIONAL-EDUCATION AND TRAINING! 

fylyi!ir||!||[^ iyMiiKjieK: : u! i tj i : : ; STRATEGY (‘the Strategy’) : vil li! 



Overview 1: STRATEGY FRAMEWORK 



jp^wity Considered all Levels of Decision Making in the: Vocational 
Education and Training System iMiffillillllllllSillll 




for all women accessing vocational education and training 

including 

Indigenous and 
Torres Strait 
Islander 
Women 



Women 
with a 
Disability 



Rural and 

Isolated 

Women 



Women from 
non-English 
Speaking 
Backgrounds 



Women in 
Transition and 
Other Special 
Groups 
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Overview 2 - STRATEGY GOAL 



A measurable change in 



FOCUS AREAS 

=> Continuous 
improvement 
measures 

=> Training and Staff 
Development 

=> Standards, 
Curriculum and 
Delivery 

=> Pathway Planning 

=> Balanced 

Representation 

=> Promotion 

=> Research 
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the profile of women accessing and com 
Education and Training || 



OIIIOMES: 



■ increase in dumber of women 
gfeompletinf VET programiilll 

■ increase in number of women 

'• ; : %ith : ^fe r ^ualificatipi^-^^i 
levels; 

■ women distributed more |||||| 

|I|Eroadlp across fields 

. ::: study; §§ 1 jjjf 

■fimtireas^tii participation and|| 
improved outcomes for 
specific groups of women. ' 

Towards .. . 

Change in employment profile of 

women 

■ higher number of women in ;:i • 
management positions; 

■ broader distribution of 
women across industries at 
various levels. : 



pleting programs of Vocational 



PRIORITY INDUSTRIES 



All industry but in 

particular . 

=> Industries where women 
are a high percentage 
of the workforce 

=> Growth industries where 
women are a low 
percentage of the 
workforce 

=> Currently emerging 
industries 
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PART TWO 



IMPETUS FOR A NATIONAL WOMEN’S VOCATIONAL EDUCATION AND 

TRAINING STRATEGY 



The aim of Part Two is to outline the rationale for the Strategy its priorities and 

outcomes. 



2.1 CONTEXT OF THE STRATEGY 

The impetus for the National Women’s Vocational Education and Training Strategy (the Strategy) has 
come from changes to both the supply and demand sides of vocational education and training. 

On the supply side, Australia’s vocational education and training (VET) system has changed during the 
1990’s. Emanating from the State and Territory based technical and further education colleges (TAFE), 
the system developed a national focus with the introduction of the National Training Reform Agenda and 
the establishment in 1992 of the Australian National Training Authority. Part of the move to a national 
VET system has been the push to develop a competitive training market which allows non-TAFE 
providers to deliver government sponsored training. Other key features include the move to competency 
based training, a revamped qualifications framework and the development of the Modern Australian 
Apprenticeship and Traineeship System (MAATS). MAATS features streamlined regulation, expanded 
school-industry links, user choice and greater industry, regional and community involvement in VET. 

On the demand side, the role of women in the community, the workforce and education is changing 
rapidly. By 1992, only 23% of families consisted of a male ‘breadwinner’ with dependent wife and 
children. The percentage of women (15 - 64years) who participate in the workforce has increased from 
45.7% in 1982 to 53% in 1995. 2 Women constitute 43% of the workforce and 75% of part-time 
workers. In education, retention of female students to the end of Year 12 at 80% is significantly higher 
than the male rate of 70%. The number of women in Higher Education has risen to 53.6% of the student 
population. 3 The Adult and Community Education sector has also witnessed growth and it is estimated 
that 75 % of its students are women. 4 The roles of industry and employers are expected to increase in the 
training market of the future. 

Changes in the demand from women for education has not been mirrored in the VET sector. 

Interpretation of national statistics in the VET sector is bedevilled by changes in classifications over time 
and inconsistencies between state collections. Notwithstanding these difficulties, a picture of decline in 
female enrolments relative to male enrolments has emerged during the 1990’s. In 1994, women made up 
44.8 % of enrolments in vocational education and training. 5 



2 ABS 1 995, Catalogue 4124.0 

3 Education figures for 1994, ABS 1995, Catalogue 4124.0 

4 NSW Board of Adult and Community Education, 1995 Reliable national figures are not available but this comprehensive NSW research is 
indicative of national trends 

5 NCVER Selected VET Statistics 1994 
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In 1994, the corresponding state and territory figures were: 



ACT 


47.6 


SA 


43.45 


NSW 


44.87 


Tasmania 


45.09 


NT 


46.1 


Victoria 


45.35 


Queensland 


43.25 


WA 


45.98 



This level of enrolments nationally has declined since a high of 47.1 % in 1989. 

Table 2. 1: 6 

FEMALE ENROLMENTS 1987 - 1994 
PROPORTION OF VOCATIONAL ENROLMENTS 




1987 1988 1989 1990 1991 1992 1993 1994 



Source: National Centre for Vocational Education Research, Selected Vocational Education 
and Training Statistics 1994. 

The reasons for this decline are complex. A 1995 study by Barnett, Foyster and Werner draws the 
parallel between the decline in enrolments and the introduction of fees while others note the removal of 
some courses traditionally favoured by women. 7 

It appears that the changes to the VET sector have the potential to exacerbate the barriers that had 
previously existed for underrepresented groups. 

The (Training Reform) agenda tends to be oriented towards a single cultural and 
language group (viz, Australian born and English speaking) rather than catering to the 
actual diversity of the Australian workforce (Mawer and Field, 1995:1) 



6 ‘Vocational’ does not include Stream 1000 courses which are ‘Recreational, Leisure and Personal Enrichment’ courses 

7 For example, removal of fashion courses in NSW alter 1 989 
6 
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In an examination of the effect of the open training market on women, Barnett (1993) 
concluded that intervention on the part of government and active incentives for private 
training providers will be required to address equity. 

..the barriers characterising our vocational education system must be addressed if an 
open training market evolves in order to prevent women’s position in vocational 
education from deteriorating further (1993, v) 

This opinion is validated by early evaluation of the Australian Vocational Training System 
where it was found that private industry was less likely to be mindful of gender issues than 
public sector employers. (DEET, 1995) 

Changes to the VET system relate to wider industrial restructuring and labour market changes. The 
National Wage Case decision of 1988 enunciated the Structural Efficiency Principle and heralded Award 
Restructuring and enterprise agreements. Changes in industry have been wrought by a reduction of 
tariffs, widespread use of technology and globalisation of the economy. 

Further contextual changes were outlined in the Issues Paper prepared for the National Workshop on the 
Strategy. The National Workshop was held in August 1995 as the first stage in national consultations to 
develop the National Women’s VET Strategy. The development of the National Strategy through 
national and State/Territory consultations is described in Willet J (1996) The National Women’s VET 
Strategy - Report of the consultations. Copies of this are available from NSW Department of Training 
and Education Co-ordination. In the light of consultations, these issues have been slightly amended to: 



8 See Kenway and Willis for an in-depth examination of gender and the workplace 



7 



ISSUES FOR WOMEN IN VET 



Changing training market 

- reform agenda 

- diverse providers 

- overlaps between sectors including 
vocational education in schools, growth 

of 

adult and community education 

- emphasis on competition 

- emphasis on competencies 

- emphasis on accredited training. 

Changing directions of governments 

- changing policy priorities 

- emphasis on efficiency, competition 

- increased input from industry 

- legislative framework. 

- increasing reliance on figures 
to inform decisions 

Changing family patterns 

- rising number of sole parent families 

- slow change in distribution of 
responsibility for domestic duties and 
caring roles 

- ageing of population 

- diverse cultural backgrounds 



Changing workplaces 

- emphasis on quality, teams 

- enterprise bargaining 

- restructuring of industry, jobs 

- changing role of unions 

- rising use of technology 

- changes to industrial relations 
arrangements (eg Workplace Relations 
Act) 

Changing employment 

- increase in part-time and casual work 

- increases in self-employment, small 
business 

- decline in some occupations and types 
of 

work, emergence of others 

- rising rates of female participation 

- unemployment and labour shortages 

- increasing number of women 
with economic responsibilities 

- persistent male / female earnings gap 

- high rate of female ‘marginal 
attachment’ 

to workforce 



8 



O 

ERIC 



13 



2.2 BARRIERS TO PARTICIPATION AND SUCCESS 



Recent work by Kenway and Willis (1996) examines ongoing barriers to women’s access and 
participation across the education and workforce spectrum. The authors note that 

..girls and women have never been in a position to construct a future ranging across all 
possibilities. While this is certainly true for all females, it is particularly the case for those 
whose class, race and ethnic associations restrict them in certain other ways too 



The National Plan of Action for Women in TAFE identified a range of attitudinal and structural barriers. 
This formed the basis of an issues paper prepared for the National Workshop held at the commencement 
of the consultation process. The issues paper summarised the barriers to the VET sector as: 



Attitudinal barriers 

- societal, industry, school, parents 

- media images 

- inadequate marketing 

Learning Environment 

- gender harassment 

- inappropriate learning materials 

- lack of support - counselling, childcare 



Structural barriers 

- transport 

- inadequate use of Recognition of Prior Learning 
(RPL) 

- timetabling 

- course selection procedures 

- resource allocation 

- fees 

- accommodation. 



A review of the literature supports this listing. Reasons cited by women for not completing courses in 
TAFE in a recent longitudinal study included courses not meeting expectations and lack of childcare. 
(Barnett et al, 1993). Willis and Kenway take the issue of childcare further and state 

The lack of appropriate childcare is the single largest factor inhibiting women’s opportunity to 
participate as fully as they wish in full or part-time work, limiting them to casual work, 
reducing their opportunities to work shifts and overtime and their access to training (1996, 8) 

Typical of comments in the literature is that of the Women in Science, Engineering and Technology 
(1995) report 

TAFE as the training provider for women entering technical Science, Engineering and 
Technology careers still has a number of entrenched structural and attitudinal problems 
(Women in SET Advisory Group, 1995:20) 

The report goes on to make the link between the history of most TAFE institutions in Australia as 
providers of trade training and an environment which is not inclusive of women, a common theme in the 
literature. Participants in consultations were concerned that harassment remains prevalent and is 
expressed in a range of overt and indirect behaviours. 

The challenge for the Strategy is to acknowledge the longstanding gender bias of VET, develop the 
previous efforts to reduce that bias and to be vigilant and confronting in the emerging VET sector. 
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2.3 BENEFITS OF THE STRATEGY 



The benefits from the outcomes of the Strategy go beyond the issue of social justice. 

Australian society will benefit economically and socially from dynamic training systems 
and labour markets that respond to needs and provide informed choice . As women make 
up an increasing share of the workforce, it is essential that they are in a position to 
develop their skills and contribute to economic development. (The Strategy) 

The Strategy recognises the nexus between VET, the labour market and economic and social well being. 
Outcomes relate to VET and to post-training employment. 

There is increasing evidence that companies that employ and develop diverse staff profiles gain a 
competitive edge. Wright et al (1995) found a positive correlation between the stock price of American 
companies and awards for positive discrimination and a negative correlation between stock price and 
companies against whom legal action was initiated for discrimination. 

Our conclusion is that the prevalent organisational ethnic and gender bias should be 
eradicated not only because such bias is not ethical or moral, but also because it does not 
make economic sense. As the climate of competition becomes more intense, no enterprise 
can afford the senseless practice of discrimination 9 

In Australia, there is a growing recognition of the need to increase women’s representation in 
management and to capitalise the international benefits of a multicultural workforce. The CEO of 
Telstra, Frank Blount in 1995 noted the low levels of women in management and forecast cost benefits 
accruing to those organisations that have a profile of women across all levels of the workforce. When 
discussing traditional recruitment and promotion practice, he stated.. 

The result is a workforce out of kilter with customer base and guilty of underutilising its 
assets leadership would know that dragging the chain on diversity will continue to 
undermine the productive capabilities of all Australians. 



8. Deming Memorial Lecture 

10 
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